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INTRODUCTION: An indisputable fact is that the role of the supervisor in managing the turnover is complex 
and multifaceted. The health care managers need to combine both leadership and management skills to moti-
vate and prevent nurses from leaving.
AIM: The aim of this paper is to examine the relationship between level of satisfaction with supervisors and 
attitudes towards nurse turnover.
MATERIALS AND METHODS: For the purpose of the empirical research on the attitudes to changing the 
workplace, a direct individual anonymous survey was held during the months of February to April 2014. The 
opinion of nurses and health care managers from university hospitals and hospitals in the North region was 
studied. It amounted to a total of 11 specialized wards and clinics, characterized by intensive workflow.
RESULTS AND DISCUSSION: The analysis of the empirical research shows that managers who provide an op-
portunity for autonomy at work, delegate authorities and provide the necessary support in difficult moments 
retain staff at the workplace. At the same time, the lack of support from the supervisor has a strong impact on 
their decision to leave. Similar to the current results, authors from similar studies also show that leaders who 
support and encourage participation not only in routine decisions but also discuss with the staff relevant to the 
organization management decisions, succeed to retain staff in the organization.
CONCLUSION: The statistically significant results from the correlations are indicators that effective manage-
ment creates a positive working environment, increases satisfaction, and provides an opportunity to attract 
and retain highly qualified personnel. This outlines the need for a change in the role, responsibilities and func-
tions of today’s leaders.
Keywords: turnover, leaders in health care, nursing, management, satisfaction
INTRODUCTION
The problem with turnover is especially rele-
vant in modern conditions due to the growing ten-
dency towards a permanent reduction in the num-
ber of nurses in the country. All medical institu-
tions (MIs) in the country reported turnover in nurs-
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care managers and the turnover of nurses, a direct 
anonymous survey was held during the months of 
February to April 2014. The opinion of 413 nurses 
from university and district general hospitals for ac-
tive treatment in Northeastern Bulgaria was studied. 
It amounted to a total of 11 specialized wards and 
clinics, characterized by intensive workflow. The 
questionnaire included 25 questions divided into 7 
sections - demographic indicators, turnover, satis-
faction, organizational capabilities, role conflict and 
degree of ambiguity, workload and stress. Statistical 
data processing was carried out with the statistical 
program SPSS v.20.0 which includes variation, com-
parative, correlation and multiple regression analysis.
RESULTS
The aim of the analysis in this paper is to deter-
mine the impact of organizational and management 
activities, and satisfaction with supervisors on turn-
over of nurses. 
Analysis of the results on the opinion of nurses 
for organizational management skills of health care 
managers showed a low level of satisfaction. Among 
all aspects offered by the survey the highest assessed 
statement was “I can count on my supervisor when 
experiencing operational difficulties” (47.70%). Op-
portunities for self-organization of the workflow “al-
ways” was indicated by 23.20% of the respondents, 
while only 12.60% had the opportunity to participate 
in discussions on decisions related to the organiza-
tion of work. There was a significantly higher pro-
portion of nurses who have “almost never” and “nev-
er” had the opportunity to participate in decision-
making (39.70%), (Fig. 1).
The results of the comparative analysis showed 
that good attitude and support from the supervisor 
es. For those with a low rate of turnover the process 
is manageable, but for those with a high percentage 
it is a challenge. Often managers are asking them-
selves how to attract, motivate and retain staff, only 
when the issue has gone out of control and turnover 
increases. One way to solve the problem is to imple-
ment policy changes in human resource manage-
ment (1).
Management of nursing care is a complex pro-
cess and involves leadership and management posi-
tions at various levels. Undoubtedly, the role of the 
supervisor in management is complex and multifac-
eted. Successful managers must combine both lead-
ership and management skills to organize and moti-
vate others (2). If the supervisor has leadership quali-
ties, competence and professionalism, the employees 
have extra incentive to work in the organization ig-
noring other negative factors (3). Health care man-
agers are required to know the moods and desires, 
to support creative initiative, encourage good perfor-
mance, and be good psychologists (4).
An important condition for effective man-
agement is creating a positive work environment in 
which nurses realize their full creative potential. Pro-
viding support and encouragement to participate not 
only in routine decisions, but also having discussions 
with the staff about the organization and when mak-
ing significant management decisions increases job 
satisfaction and motivates the health professionals 
(3,5).
The delegation of powers is necessary not only 
to achieve a democratic style of management, but 
also to improve the effectiveness of the management 
process. The heads of management teams must have 
the ability to delegate specific rights and responsibili-
ties to each team member. Research in this direction 
shows that delegating roles is well perceived by staff 
and applied effectively more in ward management 
than at general hospitals (6). 
AIM
The purpose of this paper is to examine the re-
lationship between the level of satisfaction with su-
pervisors and attitudes towards turnover in nurses.
MATERIALS AND METHODS
For the purpose of the empirical research on 
the satisfaction from the management skills of health 
Fig. 1. Views of nurses on the management skills of health 
care managers
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have emerged as important factors influencing atti-
tudes to change in the workplace (χ2=59.82; p<0.001). 
A big proportion of nurses who would still prefer the 
same hospital “very often” and “always” received the 
necessary assistance and support (80.00%). Among 
those who would choose the same MI almost no 
nurse had negative responses (3.60%). The impact 
of this indicator was confirmed in the group nurs-
es who would not make the same choice as 35.70% of 
them have “never” and “almost never” received the 
necessary support in difficult times. The established 
correlation showed that with the increasing positive 
assessment of the support of the supervisor the pro-
portion of nurses willing to re-elect the same hospi-
tal grew (r=0.261; p<0.001), (Fig. 2).
The readiness of the supervisor to assist and 
support at critical moments impacted the duration 
of the work in the same hospital (χ2=54.52; p<0.001). 
Highest was the proportion of nurses who were “al-
most never” and “never” able to rely on the help and 
support of their supervisor and intended to leave the 
MI within one year (39.10%). Among nurses intend-
ing to work “until they can” there was a higher pro-
portion of those who could “very often” and “always” 
count on the necessary support. A weak to moder-
ate dependence was established (r=0.295; p<0.001), 
(Fig. 3).
Data from the comparative analysis demon-
strated a higher share in nurses who had “very often” 
and “always” an opportunity to participate in orga-
nizational tasks which motivated them to choose 
the same MI again (42.60%). On the other hand, the 
lack of opportunity to participate in decision-mak-
ing was a prerequisite for 64.30% of the nurses, who 
have responded negatively, to seek another oppor-
tunity for development (χ2=62.53; p<0.001). A cor-
relation showed that by reducing the possibilities of 
taking part in decision-making the turnover rate in-
creased (r=0.208; p<0.001), (Fig. 4).
Differences in opinions among nurses also de-
pended on the availability of autonomy in the work 
process. The delegation of powers for self-organiza-
tion of work motivated health care professionals to 
a varying degree (χ2=71.81; p<0.001). The more they 
were limited in their self-organization of the tasks, 
the greater the desire to change MI was (35.70%), 
(r=0.241; p<0.001). 
Significant fluctuations in opinions were es-
tablished in terms of satisfaction with the supervi-
sor’s work and attitudes to work at the same hospi-
tal (χ2=67.19; p<0.001). Effective management cre-
ated a positive working environment and increases 
satisfaction that motivated 71.80% of the participants 
to choose the same hospital again. Outlined was the 
need for a change in the role, responsibilities and 
Fig. 2. Correlation and influence between the ability to 
rely on the supervisor when experiencing difficulties dur-
ing work and attitudes to work in the same hospital
Fig. 3. Ability to rely on the supervisor in cases of diffi-
culties in their work and duration of work at the same 
hospital
Fig. 4. Relationship and influence between the opportu-
nity to participate in decision-making and willingness to 
work at the same hospital
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functions of modern managers, as nurses who would 
not make the same choice in 53.60% of the cases were 
dissatisfied with the management skills of their lead-
ers. The results demonstrated proportional and weak 
to moderate dependencies (r=0.284; p<0.001), which 
proves that the increase of dissatisfaction with the 
work of the supervisor reduces the desire to work at 
the same MI (Fig. 5).
Satisfaction with the work performance of the 
supervisors influences attitudes to work in anoth-
er structure at the same hospital (χ2=30.82; p<0.05). 
Nurses who declared readiness for a change, were 
dissatisfied in 40.90% of cases with the performance 
and behavior of their supervisor. A weak correla-
tion was established indicating that with increased 
frustration, the desire for change grew (r=-0.162; 
p<0.001).
This trend continued in terms of satisfaction 
with the supervisor and attitudes to work in anoth-
er hospital (χ2=41.99; p<0.001). A significant part 
of nurses who would not leave their current job ex-
pressed a high satisfaction rate with the manageri-
al skills of the health care manager (40.00%). At the 
same time, among the nurses who indicated that 
they were clearly ready for change only 11.30% per-
cent were experiencing a higher satisfaction with the 
work of the supervisor (r=-0.141; p<0.01).
The survey data showed that satisfaction with 
the work of the supervisor did not affect the decision 
of health care professionals to emigrate (p>0.05).
Almost half of those who expressed a categorical 
desire to leave the MI within a year, were dissatisfied 
with the work of the supervisor (47.80%). On the oth-
er hand, those nurses who have expressed readiness 
to work “until they can” had a higher proportion of 
satisfaction with their managers (66.50%), (χ2=53.24; 
p<0.001). The conducted correlation analysis showed 
that with the increase in performance satisfaction 
with the supervisor’s work lead to increased desire to 
work in the same MI (r=0.278; p<0.001), (Fig. 6).
Classical multiple regression analysis was used 
to determine the leading predictors of turnover of 
nurses. Compared were different aspects of organi-
zational management levels and satisfaction with the 
supervisor and then attributed to different types of 
turnover. The results indicate that leading determi-
nants of turnover of nurses are:
 The attitude of choosing the same hospital was 
influenced by the ability to rely on their super-
visor in case of difficulties at work (β=0.153; 
p<0.004); satisfaction with the supervisor 
(β=0.051; p<0.001);
 On internal turnover - self-organization at 
work (β=0.197; p<0.001);
 On practicing the profession abroad - self-or-
ganization at work (β=0.139; p<0.011);
 On the desire to practice in the future - the 
opportunity to participate in decision-making 
(β=0.270; p<0.001); satisfaction with the super-
visor (β=0.158; p<0.004)
 On the length of the time working in this hospi-
tal - the ability to rely on the supervisor in oper-
ational difficulties (β=0.215; p<0.001); satisfac-
tion with the supervisor (β=0.170; p<0.007).
Fig. 5. The impact of work satisfaction with the supervisor 
on the choice of hospital
Fig. 6. Comparative analysis between the expected turn-
over and satisfaction with the supervisor
Scripta Scientica Salutis Publicae, vol. 2, 2016, suppl. 1, pp. 171-176




Human resources management is a complex, 
and extensive activity that involves applying basic 
management skills in planning, organizing, direct-
ing and controlling activities. Limiting turnover re-
quires not only and not so much a momentary solu-
tion to a specific problem, but a comprehensive and 
systematic strategic approach. Collecting and ana-
lyzing information on the reasons leading to the de-
cision to leave the workplace enables managers to 
take approaches for effective management of per-
sonnel. In its heart turnover is influenced by factors 
that are under the control of the management, which 
makes it susceptible to manipulation. 
Multiple authors show in their studies that dis-
satisfaction with the organizational and professional 
skills of the managers is a prerequisite for nurses to 
pursue employment opportunities outside the struc-
tures of the hospital.
These statements are largely confirmed by the 
results of the study. The analysis of the impact of or-
ganizational and management activities on turnover 
shows statistically significant correlations for all of 
the studied aspects. One of the highly assessed fac-
tors is the credibility of the supervisor and their abil-
ity to manage human resources. Good attitude and 
support by the supervisor in difficult times would re-
tain highly qualified staff at the workplace. Conse-
quently, the lack of support has a strong direct im-
pact on their readiness to leave. 
Similar to the current results, authors also show 
in their studies that leaders who support and encour-
age participation of the staff not only in routine deci-
sions but also in management decisions for the orga-
nization, retain staff in the facility. The delegation of 
powers to engage in the discussion and adoption of 
important decisions, allows subordinates to take per-
sonal responsibility, which will improve the quality 
and performance of the decisions being made. Fur-
thermore, it will encourage health care profession-
als to express their attentiveness and responsibility in 
the process of providing care. However, the results 
are proof that there are leaders who cannot delegate 
powers and do not realize that in doing so they would 
promote the professional development of specialists 
and their loyalty to the organization.
Survey data show that the delegation of pow-
ers in the performance of professional duties and 
autonomy in the work is a factor in staff retention. 
Skillful gradation and allocation of tasks, delegating 
more powers to the members of the team give way 
to creativity, create a sense of significance, commit-
ment and confidence. The results are a ground for 
adopting the view that medical personnel not pro-
vided with sufficient opportunity for independence 
at work, will seek another job to satisfy this need.
Satisfaction with the supervisor has a major in-
fluence on the attitudes of nurses to seek alternative 
employment opportunities. The established correla-
tion is evidence that effective management creates 
a positive working environment, increases satisfac-
tion and provides an opportunity to attract and re-
tain highly qualified personnel. Particular emphasis 
is placed on the multiple stepwise regression analysis 
which establishes the guiding influential factors for 
turnover. The results highlight the need for change 
in the role, responsibilities and functions of the cur-
rent leaders, since almost half of those who expressed 
a categorical desire to leave the hospital within a year 
are dissatisfied with the work of their supervisors.
CONCLUSION
The statistically significant correlations have 
indicated that effective management creates a posi-
tive working environment, increases satisfaction and 
provides an opportunity to attract and retain high-
ly qualified personnel. A definite need for a change 
in the role, responsibilities and functions of today’s 
leaders is established. Managers who allow autonomy 
at the workplace, include staff in making important 
decisions and provide the necessary support in diffi-
cult moments, retain staff at the workplace. The pre-
sented synthesized information indicating causality 
and factor determination for turnover, outlines the 
necessity of applying mechanisms involving a num-
ber of activities, the implementation of which will al-
low attracting and retaining highly qualified staff.
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